The study assessed various motivating factors and level of job satisfaction of staff in large-scale private agricultural farms in Ogun State, Nigeria. A total of 90 employees from five purposively selected farms were surveyed using structured questionnaire for data collection. The findings of the study show that high remuneration, promotion, good pension scheme, job security and recognition of staff were rated as very important motivating factors. There was also no significant relationship between socio-economic characteristics and motivational factors. The results further show that high proportions of staff are poorly motivated due to their non-participation in decision-making process and the reward system appears not encouraging. However, employees were satisfied with the rate and basis of promotion. It is therefore suggested that there should be a change in policy among large-scale private farms to improve organizational effectiveness by improving reward system and involving employees in decision-making process.
Introduction
Efficient management of personnel working in agricultural farms is important to boost their morale and improve agricultural productivity. Bennel and Zuidema (1989) indicated that one important responsibility of agricultural managers is to ensure that there is efficient utilization of human resources with the specific skills, attitudes and motivation that will allow the organizational objectives to be attained as much as possible. Motivation for improved job satisfaction is an indispensable aspect of good management and is a pro-active human resources strategy that could lead to vibrant economy of a nation. Early work on motivation concentrated on ways by which the individual could be motivated to apply more effort and talent to the service of his or her employer. Hence, the issue of motivation has received greater attention now than ever before in personnel management. It has also stimulated research on other areas such as psychology, economics and agriculture in which many efforts have been on factors that increase or decrease job satisfaction (Welsh, 1980 , Herzberg, 1959 , Townsend, 1971 Vernon, 1972 and Argyle, 1983 .
Many theories on workers' motivation have been propounded. For instance, Herzberg (1959) identified two categories of factors relating to people's attitude to work called "the two-factor theory." Herzberg observed that certain factors tended to be associated with satisfaction while others tended to be associated with dissatisfaction. Hence, job satisfaction and job dissatisfaction. Herzberg referred to hygiene factors as essentially preventive actions taken to remove sources of dissatisfaction, which include physical working conditions, poor pay, organizational policies, interpersonal relations, insufficient status and lack of job security. According to Herzberg, when any of these factors are deficient, employees are likely to be dissatisfied and express their displeasure. On the other hand, motivation factors (satisfiers) are said to increase sustained job satisfaction and which in turn increase productivity. These factors include responsibility (not being closely monitored), achievement (successfully performing difficult tasks), recognition (their skill and ability being recognized by others, especially their superiors), advancement (being promoted accordingly), growth (given opportunity to gain new and interesting experience) and work itself (given challenging, difficult tasks). People will use all their creativeness and energy to arrive at solutions in challenging situations. Odugbesan (1985) , Gregson and Liversey (1986) indicated that reward is the key factor that dictates man's attitude to work while good wage is the most significant element. Consequently, different things motivate different people. For instance, for a person, a good working condition is the most important thing, but for someone else, it may be of minor importance.
Large-scale private farm as used in the study, connote any registered limited liability company having more than 100 employees on her payroll. Under this, include Obasanjo farms Limited; S & D farms, Arigabuwo agricultural Farms, Allanco Farms, Accumen Farms, Animal Care Services and Bena Farms. Indeed, agricultural sector is the major employer of labor in Nigeria economy accounting for over 60% of the total workforce. The sector also accounts for almost 40% of the gross domestic product (GDP). But, more than 90% of food is produced by small-scale farmers each with fewer than three hectares of land, who still rely on the hoe for cultivation. Hence, there is recourse to largescale private farms, which remain relatively insignificant in terms of total food production, when compared to the output of small-scale farmers. However, very few empirical studies on motivation of employees working in these largescale private agricultural farms are available despite the fact that the sector employ substantial number of workers and has being contributing to the nation's food security and overall economic development and hence the justification for this study.
Methodology
The objectives of this study were to:  Identify major motivating factors that influence job satisfaction among employees of private agricultural enterprises in Ogun State of Nigeria  Determine the level of job satisfaction by the employees  Determine the relationships between selected employees' demographic characteristics and motivation.  Determine the relationships between motivating factors and job satisfaction.
The study was carried out on large-scale private farms in Ogun State, Nigeria, located in the southwestern part and is characterized by bimodal rainfall, which provides favorable condition for agriculture. There are 20 local government areas on a land area of about 16,409.26 square kilometers, with 5,731 villages and 260,000 farm families. For administrative convenience, the state is divided into four geopolitical zones of Ijebu, Remo, Egba and Yewa.
Data were collected from five purposively selected farms. The farms are Animal Care Servises, S&D Farms, Arigbabuwo Agricultural Production Limited, Allanco Farms and Accumen Farms. The selection of the farms was not only based on the number of staff employed (which in this case not less than 100) but also on type of enterprise which may be either poultry or arable farming. A total of 90 employees both senior and junior were randomly selected from the farms.
Structured questionnaires that have been tested for reliability with a test-retest method (r = 0.79) were the instruments used for data collection. The questionnaire was designed to include a Likert-type with a 3-point and 4-point scale. The perceived important motivating / hygiene factors for employees' job satisfaction were classified on a 3-point scale of very important, important and not important. The level of job satisfaction was classified on the basis of their comparative values on a 4-point scale of not satisfied, fairly satisfied, satisfied and highly satisfied. Information was also collected on the socio-economic characteristics of the respondents such as age, sex, marital status, qualifications, and tenure on farm and monthly income.
Two null hypotheses were set, that there is no significant relationship between selected socio-economic characteristics of employees and motivating factors. Secondly, that there is no significant relationship between motivating factors and job satisfaction.
Data analysis was carried out using descriptive statistics including frequency counts, and percentages. Correlation coefficient was also used to examine the degree of relationship between some selected employees' socioeconomic characteristics and some variables.
Results and Discussion
Socio-economic characteristics of respondents. Table 1 shows that majority of the respondents are under 35 years old. This is expected because the productivity of young employees especially in farm enterprise is expected to be higher than that of the old employees. This is not too far fetched from the age bracket of between 15 and 44 years posited by the Federal Office of Statistics (FOS, 1996) on bulk of those employed on the farms for three years from 1987 to 1989 in the country. The reflection of the age is also shown in the marital status of the respondents, as more than half of the respondents are single (52.2%). The result showed that most of the respondents {68.8%} are male. More than half of the respondents have tertiary educational qualifications. However, only few of them have more than five years experience in their respective farms and majority earn less than Nigerian Naira Five thousand (N5000) per month which might be a reflection of the respondents' level of working experience. 
Motivating / Hygiene Factors for
Employees' Job Satisfaction. Table 2 shows the motivating factors that influence the employees' job satisfaction. It was evident that high remuneration, promotion, good pension scheme and recognition of staff were rated as very important motivating factors by majority of respondents. Other factors like job security; leave bonus and working environment were also rated as important. The employees must have considered these factors crucial to productivity, as management cannot achieve its primary objectives of profit maximization and install capacity in the atmosphere of chaos, unfriendliness and despair. The submissions are in agreement with those of Humble (1969) and Akpala (1991) . Table 3 shows the perception of the respondents' level of job satisfaction. Only few employees (10%) are highly satisfied with the reward system of the farms. It is interesting to note that the percentage of those not satisfied with the reward system is high (58.9%), which is an indication that employees are generally not satisfied and may affect their productivity as supported by Odugbesan (1985) , Greson and Livesey (1986) . Similar result was obtained in terms of participation in decision-making process in the farm. However, most of the respondents (61.1%) were fairly satisfied with their work environment, which can motivate them to be more productive. In terms of corporate organization commitment, nearly half of the respondents were fairly satisfied. Most of the employees (55.6%) were highly satisfied with the use of staff annual performance appraisal method as yardstick for promotion. This is encouraging since irregular promotion or near stagnation could have adverse effect on staff productivity. An aspiration gives the employer an idea of the employee's value system. The result shows that very few employees were satisfied with the level of realization of their aspirations by working in the farms. This is an obvious warning signal that the employees want a better quality of life for themselves and their families. Employers in large-scale farms should take this seriously to improve organizational effectiveness.
Level of Job Satisfaction by the Employees.
Relationship between some socioeconomic characteristics and motivation of employees. The relationship between socioeconomic characteristics and employees' motivation is shown in Table 4 . There was no significant relationship (p = .05) between selected socio-economic characteristics and motivation of the employees. This is probably an indication that employees' motivation may not be influenced by demographic characteristics. This result confirms the findings of Eric (1995) that job related factors are better predictors of job satisfaction than socio-economic characteristics. Table 5 shows that non-monetary benefits were highly correlated with job satisfaction (r = 0.966). This is clearly related to Maslow's (1943) hierarchy of need theory and motivation, which can be classified as esteem and self-actualization, while the hygiene factors can be classified as physiological and safety needs. This implies that non-monetary benefits would probably increase job satisfaction and productivity. Hence, to obtain positive motivation, it is necessary to increase the intrinsic interest in the job and give employees a sense of responsibility, achievement, recognition, growth and overall job enrichment, which involves job rotation and job enlargement. 
Conclusion
The study design did not make it possible to draw a general conclusion about motivating factors for employees of agricultural farms. Nevertheless, the findings have implications for managing private large-scale farms, in that non-monetary benefits had a direct bearing on employee's job satisfaction. The employees in private farm desired improvement in remuneration including fringe benefits (for instance housing and transport), promotions as at when due, recognition and good pension scheme should be comparable with those received by others doing similar work, both in the public and private sector. Furthermore, the study also showed that majority of the employees were not satisfied with the reward system and their nonparticipation in the decision making process in the farms. The study also provides clues that socio-economic characteristics have no influence on employees' motivation in largescale private agricultural farms.
It is recommended that, a more considered policy would perhaps be that employers in large-scale private farms should encourage employees' participation in decisionmaking process. Since job satisfaction also determined only in part by the actual rewards achieved, employers should pay particular attention to reward system such as remuneration, performance bonuses, official recognition, pension scheme, dismissal and transfer.
